The Mexican Social Security Institute (IMSS) belongs to the Mexican health sector and provide health services to beneficiaries, employers, pensioners and retirees across Mexico. However, there are evidences that beneficiaries are not satisfied with the health services they receive. For this reason, with a sample of 417 out of 669 workers of the General Hospital number 1, located in the State of Colima, Mexico, was conducted this research to measure the level of satisfaction of IMSS workers, the factors underlying this satisfaction and to propose an instrument to measure job satisfaction in this Mexican institution with the purpose to generate efficient management models for workers that can help to improve the client satisfaction levels. Using Confirmatory Factor Analysis (CFA) was confirmed an instrument of 21 items and five factors (personal development, interpersonal relationship, recognition, work nature, and work environments) to measure job satisfaction in a Mexican hospital and also we shown evidence that the same construct is appropriate for both genders with the exception that female presented higher levels of satisfaction in their job for the personal development.
Introduction
The Mexican Social Security Institute (IMSS) belongs to the Mexican health sector, and it was born on January 19, 1943 (Mexican Institute of Social Security, 2012a & 2012b , with the main goal of providing quality of health services to beneficiaries, employers, pensioners and retirees. This goal is challenging because in 2011 the IMSS had 431,518 employees (doctors, nurses and administrative staff) and need to attend 59,906,396 beneficiaries across Mexico. This involves the consolidation of a service model designed from the perspective of user satisfaction and their appropriate diagnostic and therapeutic needs, not only from elementary compliance of the protocols and operational processes. To achieve this goal, it is important that the doctor and staff are satisfied with the work they do every day, which will result in satisfaction of the beneficiaries (Mexican Institute of Social Security, 2011).
The IMSS is an extremely important institution for Mexico. However, there are many evidences reported in local newspapers, television and scientific papers (Infante, 2006; González, 2011; Sutton et al., 2013; Rodríguez, 2013; Godínez, 2014 ) that beneficiaries are not satisfied with the services received, the shortage of medicines and the discriminatory treatment of people. For these reasons, the administrators of first level of the IMSS have a great concern for this problem. Therefore, it is important to know the level of satisfaction of the employees of the IMSS, the factors underlying this satisfaction and to propose an instrument to measure job satisfaction in this Mexican institution with the purpose to generate efficient management models for workers that can help to improve the client satisfaction levels.
Job satisfaction is a sophisticated topic for many researchers. Spector (1997) defined job satisfaction simply as how people feel about their jobs whether they are satisfied or dissatisfied. Many researchers have attempted to identify the various factors which affecting the job satisfaction. Process of selecting factors has been done by looking through the existence of variables on the data and literature review. Based on those, there are five factors to be used on this study. The first factor is personal development. Maslow (1970) suggests that personal development occurs through process of self-actualization. The self-actualization would be activities to improve ability and skills through training, apply own ideas in work, promote higher position, and enhance quality of work. Second factor is interpersonal relationships. Donovan et al (1998) stated that job satisfaction is related to interpersonal relationships such as support, teamwork, and positive treatment from coworkers and supervisors. Third factor is recognition. Danis and Usman (2010) mentioned that recognition is related to how the work of an employee is evaluated and how much appreciation he receives in return from organization. Fourth factor is work nature. The work nature such as work load, work speed, and monotonous activities can influence on the employees' performance (Bosh, 2011) . Fifth factor is work environments. Lang (2005) reports that when the office temperature increased from 68 to 77 degrees Farenheit, there were significant reduction of worker's typing errors and enlargement of the worker's output. Based on the five factors of job satisfaction above, we can develop a model using a confirmatory factor analysis. A confirmatory factor analysis (CFA) is a statistical technique used to verify the factor structure or the latent construct of a set of observed variables or indicators.
In the job satisfaction paradox, Kaiser (2002) and Bender et al (2005) outline that female workers report higher job satisfaction than male regardless of disadvantaged position in terms of earnings, recruitment, promotions and career prospects. Hence, the gender differences are important in the model. In the Structural Equation Model (SEM) context, multiple groups and multiple indicators and multiple causes(MIMIC)are two models which cover the gender differences. The objectives of this project are to investigate the five factors (personal development, interpersonal relationship, recognition, work nature, and work environments) of job satisfaction, and to compare models between two groups (female and male).
Data and Methods

Data
In 2011, the IMSS at the national level had 431, 518 employees, of which 3,550 correspond to the state of Colima (Mexican Institute of Social Security, 2012a & 2012b . This research was conducted at the General Hospital number 1, located in the State of Colima, Mexico, with a population in 2011 of 669 workers. The sample used in this study was four hundreds and seventeen employees of this hospital and to them we apply a job satisfaction survey. The survey was applied for the two last authors or the present research. The sample is composed of 87 doctors, 144 nurses and 186 administrative staff. The respondents were 226 female and 191 male employees. Twenty one indicators and five latent factors have been used in this project. See Table 1 for the dimensions and items in the job satisfaction study. Vol. 9, No. 8; All indicators were measured on a 2-point scale with 0 refers to dissatisfied and 1 refers to satisfied. Gender was coded by 0 as male and 1 as female. Therefore, analysis has been done through categorical approach. Importantly, on the one hand that this proposed instrument is different to the Job Diagnostic Survey (JDS) proposed by Hackman & Oldham, 1975 ) that measures only perceived characteristics of jobs with six core job dimensions (skill variety, task identity, task significance, autonomy, feedback from job, feedback from agents) and the composite motivational potential score (Spector, 1985) on a seven point Likert scale. Although in general the proposed instrument is different to the JDS proposed by Hackman & Oldham (1975) the items in our instrument corresponding to the dimension work nature are related to the perceived characteristics of jobs. On the other hand, our instrument is very close to the proposed by Spector (1985) that measures the human service staff satisfaction in a six point Liker scale. This instrument is a nine-dimension measure (pay, promotion, supervision, benefits, contingent rewards, operating procedures, co-workers, nature of work and communications) of employee job satisfaction applicable specifically to job satisfaction to human service, public and nonprofit sector organizations. Although our instrument has 5 dimensions it is really important to point out that the PD dimension in our instrument cover items related to supervision, promotion and benefits of the Spector (1985) instrument. The IR dimension contains items related to co-workers and communications. The RE dimension cover items of satisfaction with pay and contingent rewards. Work nature dimension is the same as that of Spector (1985) and finally the WE dimension in our instrument is related to work conditions (physical conditions), but Spector (1985) only take into account the operational conditions (such as rules, procedures and red tape).
Analysis
CFA is a statistical technique used to evaluate the measurement models that represent hypotheses about relations between indicators and factors (Kline, 2011 Multiple groups analysis is a technique to examine a well specified model in two or more groups (e.g. males versus females) and to test if the loading, covariances, etc are different or not across groups. To assess group differences in latent means, the structure underlying the dependent measures must be similar across groups. The steps in the multiple groups analysis are verifying measurement invariance. The following tests of measurement invariance were performed: configural invariance, loading and intercept/threshold invariance, error (co) variance invariance. MIMIC analysis is used to test the impact of a covariate on a measurement model with both cause indicators and effects indicators (MacCallum & Browne, 1993) . In the MIMIC model, categorical indicator performs group membership.
In CFA a model fit can be tested using Chi-Square. A non-signicant Chi-Square is indication of good fit. However, the Chi-Square test is more sensitive as a larger sample size. Hence, Hu and Bentler recommend to report two or three additional indices (Hu & Bentler, 1999) Yu, 2002) . The RMSEA gives lack of fit in a model compared to a perfect model. A value below 0.06 for RMSEA gives acceptable model (Browne & Cudeck, 1993) . The WRMR assesses average weighted residuals, which ranging from 0-1. Yu and Muthén (2002) suggests that a cutoff of 1.0 (close to 1.0) for the weighted root mean square residual (WRMR) can be used for models with binary outcomes when sample size 250. Table 2 provided the proportions and counts for the indicators. As can be seen from Table 2 , the proportions for each indicator were relatively similar across gender. Higher proportions ( 0.76) found in the indicators for the PD, IR, and RE factors. Low proportions (0.25 -0.50) found in the indicators for the WE. The only factor which had three categories the strength of proportions (high, medium (0.51-0.75), low) was WN factor.
Results and Discussions
International Journal of Business and Management Vol. 9, No. 8; Figure 1 showed the relationship between indicators and factors through confirmatory factor analysis model. The first loading of each factor has been fixed at 1 for identification. This model also allows correlated factors. Ten correlations or covariances were established since there were five factors. This model was over identified since the number of observations was greater than the number of parameters. Twenty one indicators yielded 21 21 1 /2 231 number of observations. There was 52 parameters (16 loadings, 5 factor variances, 21 thresholds, 10 covariances between factors) to be estimated so the degrees of freedom for testing this model was 179. When the variables are categorical, thresholds are necessary to get the estimates for classifying the responses and only one threshold for each binary variable is enough.
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International Journal of Business and Management Vol. 9, No. 8; Figure 1. A path diagram of CFA representing the factors structure of the job satisfaction
Confirmatory Factor Analysis
CFA was accomplished to construct measurement model. Since the latent factors of job satisfaction are continuous variables and theindicators are categorical variables, thus thisCFAis also known as item response theory. The data was fitted by two parameter logistic for binary responses using weighted least squares means and variance adjusted (WLSMV) estimation with probit link. The overall fit of the model was good, 276.782, 0.0001, the RMSEA was 0.036 < 0.06, the CFI was 0.971 > 0.96, and the WRMR was 1.001 close to 1. 
Multiple Groups
Since female workers were reported to have higher job satisfaction than male thus comparing different gender on the job satisfaction is important. For fitting data using multiple groups as shown in Figure 2 , ideally sample size should be the same in each group. In this project, the number of females is 226 and males is 191. These two sample sizes are almost equal. The multiple groups analysis has been done by several process of measurement invariance [configural invariance, loading and intercept/threshold invariance, error (co)variance invariance]. Structural invariance in the latent variance and latent mean are meaningful to compare factor variance and factor means across groups. Configural invariance was evaluated by estimating the unconstrained measurement model separately for males and females. Based on the Figure 1 , the latent factors were identified by fixing the first factor loading at 1 and the latent factor intercepts at 0. In addition, it was necessary to fix all residual variances of the indicators at 1 in
International Journal of Business and Management Vol. 9, No. 8; the measurement model with WLSMV estimation. The overall model fit for the test of configural invariance is shown in Since there is evidence of configural invariance, the evaluation can be continued to test loading and intercept/treshold invariance. For categorical measurement models, loadings and tresholds are often constrained simultaneously. The reason is that both item parameters (loading and threshold) influence the item probability function, so both parameters must be invariant in order to make meaningful structural level-comparison across groups (Bovaird & Koziol, 2012) . The chi-square difference test for the measurement model was not significant (∆ 14.736, p = 0.195) as shown in Table 4 . This indicates that the factor loadings and intercepts/tresholds of the job satisfaction are invariant across gender. In other words, the metric and the strong factorial invariances hold for males and females.
Error (Co)variance Invariance
The next step was to evaluate the residual variance invariance by constraining the residual variances of the indicators to be equal across gender. As before, the chi-square difference test was not significant (∆ 26.626, p = 0.184) . This suggests that the indicator residual variances are invariant across gender so comparisons of observed co (variances) are interpretable. It also indicates that strict factorial invariance hold for males and females.
Latent Variance & Covariance Invariance
The measurement invariance of the job satisfaction has been fully evaluated at this point. The next step is to evaluate structural invariance in the latent variance which is meaningful to compare the factor variance across gender. To assess factor variance invariance, the factor variance in the female was constrained to be equal to the factor variance in the male group. The chi-square difference test was significant (∆ 18.254, p = 0.250). This indicates that the factor variance was invariant across gender or homogeneity of variance across gender hold.
Latent Mean Comparison
The structural invariance in the latent mean is important to compare the latent mean across gender. There was a significant difference in the PD between males and females, with females exhibiting higher levels than males, B = 0.384, p = 0.010. Other factors of IR, RE, WN, and WE were not statistically significant at the level 0.05 (p = 0.452; 0.125; 0.188; 0.073, respectively). Therefore, there were no differences in the factor IR, RE, WN, and WE between males and females. All indicators were statistically significant at the level 0.05 with the exception the wrksped and monoton indicators for the WN factor. The factor loadings for each indicator were shown in Table 5 . The correlation between PD and IR was estimated at 0.663, between PD and RE at 0.595, between PD and WN at 0.514, and between PD and WE at 0.558. The correlation between IR and RE was estimated at 0.463, between IR and WN at 0.345, between IR and WE at 0.309. The correlation between RE and WN was estimated at 0.394, and between RE and WE at 0.406. The correlation between WN and WE was estimated at 0.416.
Model Interpretations
The estimated probability of an individual for indicator with average factor endorsing satisfied option can be determined using
where is the individual factor score, is the threshold for indicator , is the factor loading for indicator , and Φ is the cumulative distribution function for the standard normal distribution.
Since there are only two options (1: satisfied and 0: dissatisfied), the estimated probability of an individual for indicator with average factor endorsing dissatisfied option is determined by www.ccsenet.org/ijbm International Journal of Business and Management Vol. 9, No. 8; 0 , , 1 1 , ,
For example, the estimated probability of an individual for indicator qualiwrk with average PD factor endorsing satisfied and dissatisfied options are Table 6 shows the probabilities for all indicators under each factor. Overall, the individual was most likely to endorse satisfied response with the exception indicator monoton on the WN factor, indicators cleanhy and workspace on the WE factor. For the PD factor, the probabilities for being satisfied in the training and ideas indicators were 0.599 and 0.676 which were lower than 0.75. From these can be inferred that training opportunities and implementing ideas need more attention to be able to improve in the personal development perspective. For the IR factor, all probabilities are greater than 0.75. These indicated that the interpersonal relationship is working well. For the RE factor, the probability being satisfied of 0.726 (< 0.75) for salary indicator suggested that the individual will be more satisfied if the salary is increased. For the WN factor, the probability of being satisfied for the monoton indicator had the lowest probability (0.206) which yielded an alarm signal for the hospital management. For the WE factor, most indicators had probabilities that were less than 0.75 with the exception of light indicator. These suggested that there should be improvement on the clean and hygiene, ventilation, temperature, and workspace for having job satisfaction in the work environment. 
Multiple Indicators and Multiple Causes
Another way to estimate group differences on the latent factors is through the MIMIC model (see Figure 3) where factors with effect indicators are regressed on one or more dichotomous cause indicators that represent group membership. The MIMIC requires assumptions of measurement invariance across the groups. It was shown in Table 4 that the measurement invariance across gender was fulfilled. Thus, the MIMIC model can be used in this project. The 300.008 and p< 0.001 was significant, which indicated a lack of exact model fit across gender. Fit indices suggest that the overall model has a good fit, CFI = 0.969 > 0.96, RMSEA = 0.036 < 0.06, WRMR = 0.995 < 1. The unstandardized coefficient of PD on female was 0.356 (S.E. = 0.138) with p = 0.010, which suggested a significant difference in the PD between males and females, with females exhibiting higher levels than males. The unstandardized coefficients of IR, RE, WN, and WE are -0.053 (S.E. = 0.072) with p = 0.459, 0.365 (S.E. = 0.236) with p = 0.121, -0.455 (S.E. = 0.332) with p = 0.170, -0.198 (S.E. = 0.110) with p = 0.073, respectively. The factors IR, RE, WN, and WE were not statistically significant at the level 0.05. These results were similar to the multiple groups analysis results.
The correlation between PD and IR was estimated at 0.671, between PD and RE at 0.603, between PD and WN at 0.528, and between PD and WE at 0.547. The correlation between IR and RE was estimated at 0.460, between IR and WN at 0.353, between IR and WE at 0.304. The correlation between RE and WN was estimated at 0.387, and between RE and WE at 0.394. The correlation between WN and WE was estimated at 0.417. The factor loadings for each indicator are shown in Table 7 . All indicators were statistically significant at the level 0.05 with the exception the wrksped and monoton indicators for the WN factor. The factor loadings for each indicator were shown in Table 7. www.ccsenet.org/ijbm International Journal of Business and Management Vol. 9, No. 8; Model Interpretations. Table 8 shows the probabilities for all indicators under each factor. The probabilities of being satisfied from MIMIC model are similar with the probabilities of being satisfied from the multiple groups model. Also, the interpretations remain the same as above.
International Journal of Business and Management Vol. 9, No. 8; 
Conclusions
In the analysis we have presented a set of plausible measurement models for examining five factors of job satisfaction: personal development, interpersonal relationship, recognition, work nature and work environment. We used WLSMV estimation to evaluate the measurement models in consequence of the categorical indicators. For computational reason, probit link was chosen rather than logit link because both links yielded same results. By neglecting gender, the CFA model yielded four factors which described well the job satisfaction. These results were supported by all indicators for personal development, interpersonal relationship, recognition and work environment that were statistically significant and all indicators for work nature that were not significant. The results of correlations between factors indicated the existence of mild and strong relationship between the factors.
The interpersonal relationship factor is the only factor which has higher probability of being satisfied for each indicator. This indicates the interpersonal relationship was working well. Others factors have at least one indicator shows lower probability. The lower probability informs a signal improvement. In the personal development factor was found that training opportunities and implementing ideas should become more attention to be improved. In the recognition factor was obtained that the individual will be more satisfied if the salary can be increased. In the work nature, the monotone yielded highly alarm signal to be serious attention. In the work environment was found that most indicators (clean and hygiene, ventilation, temperature, and workspace) with the exception light need to be improved.
We confirmed a dichotomous instrument of 21 items and five factors to measure job satisfaction in a Mexican hospital and also we shown evidence that the same construct is appropriate for both male and female with the exception that female presented higher levels of satisfaction in their job for the personal development. However, it is important to point out that these results apply to only to the General Hospital number 1, located in the State of Colima, Mexico, since the sample only is representative to this hospital. Also, as one reviewer suggested maybe it should be better to use a five or seven Likert scale in a future research since some of the questions in the proposed instrument do not share a common referent (as I have an opportunity to be promoted, I am satisfied with the quality of work) to improve the instrument and our understanding of the levels of satisfaction in Hospitals and organizations.
Finally it is important to point out that more research is required to be able to generalize these results to all the hospitals of the IMSS in Mexico. Also it should be very interesting to verifying measurement invariance between doctors, nurses and administrative staff. Which was no done here since the group of doctors has a smaller sample www.ccsenet.org/ijbm
